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INTRODUCTION
Job burnout is a construct that brings setback to employees’ performance and job
accomplishment. When librarians are having roles-conflicts and extra roles to play in the
organisation, they may experience burnout as a result of lack of enabled energy and resources
to actualise their potentials for the organisation. Job burnout is a psychological situation that
occur in organisations. It is important to know that the implication of job burnout for employees
as well as their external environment specified that employees’ qualities of social interaction
and level of engagement at the workplace is likely to expose them to occupational stress and
job burnout. The preference for number of working hours has influence on employees’ healthrelated issues as well as relationship with colleagues and family members (Barneet, Gareis &
Brennan, 1999). This could be as a result of job demands conflicting with family demands
which may affect relationship with their families and interaction with colleagues. In other
words, excess time spent at work reduces librarians’ family commitment which could bring
about low performance at the organisational and family levels.
The various ways job burnout has been addressed and documented indicates that, when
employees experience job burnout, their actual performance in the organisation cannot be
compared with their previous engagement due to job stress. In Nigeria, lecturers were found
vulnerable to job burnout due to the number of students they attend to (Salami, 2011). Having
good social interactions enables librarians to relate and discuss problems they are facing on a
particular task. Also, reduction of workload and good interpersonal relationship with
colleagues at workplace, together with organisational motivation, reduce conflict and burnout
for librarians in the library. In a situation where there are inadequate resources, librarians
become burnout but when there are sufficient resources, invariably, they become positive,
productive and engaged in their work.
Work engagement is described as a state of mind in which employees consider their daily
routines to be personally meaningful, feeling positive about their work, and are involved in,
committed to, and enthusiastic and passionate about their work. The term, work engagement,
gives employees the needed functioning abilities to work for the organisation with clear job
characteristics for desired organisational outcome while being engaged on the job. Shuck and
Wollard (2010) presented a synthesised definition of work engagement as an “individual
employee’s cognitive, emotional, and behavioural state directed towards a desired
organisational outcomes” (p. 103).

Engaged employees have a positive, fulfilling, work-related state of mind characterised by
vigour (energy, concentration, strain, persistence in the face of inconveniences), dedication
(inspiration and challenge, full of work enthusiasm) and absorption (like an enduring flowexperience) (Schaufeli, Taris & Bakker, 2006). Vigour refers to the state of having high level
of energy, the readiness to put in energy in one’s activities and ability to work in difficult times.
Dedication means employees’ involvement in a task and showing a sense of belonging, having
enthusiasm and being challenged about the work. Absorption implies employees being focused
on the job, having felt that time passes but they are unwilling to abandon their job. This shows
that engaged employees are vibrant in task accomplishment and they provide a level of trust
that managers can depend on. Their willingness to job accomplishment testifies growth and
development in the organisation. Recently in Nigeria, according to Nwinyokpugi (2015), work
engagement is an area of emphasis for employees’ growth and elimination of replacement
costs.
The role of a dedicated and enthusiastic librarian cannot be overemphasised in the
administration of a library. Engaged librarians demonstrate personal initiative, proactive
behaviour, learning and motivational abilities. They exhibit a fulfilled state of mind in doing a
particular given task with the needed energy and the enabling abilities to achieve the best
desired result for their organisations. They are known to have a positive attitude dimension and
a strong job identification which show they are always enthusiastic about any task they find
themselves doing and because of this attitude, they create a good relationship with their
colleagues which in turn leads to positive organisational outcome. As a result of this exhibited
attitude, engaged librarians stimulate energy and devote time and efforts to their work as an
important and meaningful pursuit in the organisation.
Engaged librarians are known for positive approaches to work, positive mind-set, higher levels
of psychological well-being, and increase in employees’ ability and organisational job
performance. This assertion shows that librarians, who are fully involved in their jobs, are
usually passionate about it, their health status is always in good condition and they have less
family conflicts. It also signifies the fact that work engagement is expected to remain sustained
once librarians’ psychological well-being is high (Robertson & Cooper, 2010), just as work
engagement was also found to be the most important psychological well-being for sustaining
organisational performance. Thus, the psychological well-being of librarians enhances the
library’s performance and productivity. This suggests that libraries need to focus more on

sustainable strategies that target librarians’ commitment to their community of users,
colleagues, family as well as the organisation.
The most important characteristics of an engaged librarian is the availability of job resources.
Job resources is described as the physiological and psychological traits of the work that reduces
job demands and promotes organisational productivity besides employees’ development. The
availability of job resources drives librarians’ commitment with a positive attitude towards job
accomplishment due to the fact that they are satisfied with having pleasant state of mind at the
end of the task. Job resources impact positively on work environment and challenging tasks of
engaged librarians. Engaged librarians believe the paramount thing for managers and
departmental heads is to make the library a better place and a conducive environment for best
practices. However, libraries that provide enabling environment and adequate resources for
librarians and other library personnel, motivate them to be dedicated and enthusiastic on their
job and also have a level of trust for the organisation.
Among the factors that can influence engaged librarians on the job are good governance and
managerial attitude by the library management and department heads. The creation of an
atmosphere that is conducive and connects the librarians to the library enhances work
engagement. These relationships will further assist librarians to be more committed to the
library and willing to engage in their job. However, librarians who trust their management
appear to have more pride in the organisation and are more likely to feel they are applying their
individual talents for the organisation (Blessing-White, 2006). This also signifies that librarians
who feel their management has good knowledge of what they do exhibit their organisational
citizenship behaviour and see the organisation as a conducive environment for best practices.
This also promotes the use of their unique talents as well as positively influences their wellbeing and performance for the organisation (Crabtree, 2005).

Objective of the Study
The main objective of this study is to determine the influence of work engagement on job
burnout among librarians in university libraries in Nigeria. The specific objectives are to:
1. find out the level of job burnout among librarians in university libraries in Nigeria;
2. identify the level of work engagement of librarians in university libraries in Nigeria;
3. establish the influence of work engagement on job burnout of librarians in university
libraries in Nigeria;
Research Questions
In order to achieve the research objectives, the following questions are posed:
1. What is the level of job burnout of librarians in university libraries in Nigeria?
2. What is the level of work engagement of librarians in university libraries in Nigeria?
Hypothesis
The research hypothesis was tested in the study at = 0.05 level of significance:
Ho1.Work engagement does not significantly influence job burnout of librarians in
university libraries in Nigeria.

LITERATURE REVIEW
Concept of Job Burnout
Bakker, Demerouti and Sanz-Vergel (2014) opined that job burnout is generally categorised
into two aspects, which are, situational factors and individual factors. The situational factors
include high level of job demands and inadequacy of job resources. The demand to execute
assigned task is very important to every employee which may be included in their job
descriptions. Job demands are usually related to physical and emotional aspects of the work
which always resulted in fatigue and other health-related issues. Equally, job demands require
employees’ sustainable effort to accomplish the job. Increase in job burnout is said to be
associated with increase in job demand and non-availability of job resources (Majid, Reza &
Batool, 2014). It is notable that, in a situation where organisation has enough resource that
caters for the well-being of their employees, the physical, psychological and social aspects of
the job, job demands and job burnout will be reduced.
Individual factors, which is the second aspects of job burnout, state that employees may have
personal challenges either as a result of family-conflicts or health challenges. According to
Balogun (2014) in a study among female workers in Nigerian banks, work-family conflict
significantly influences the three component of job burnout, indicating that work-family
conflict has a negative effect on job burnout of female workers. It has also been noticed that
job burnout is an important variable that exposes employees’ weak performance which has
always been influenced by their individual's attitudes, physical and health related issues. This
is in line with the opinion of Sanjer, Zahra and Zahra (2013), which says that individual
differences reduce employees’ performance, which could in turn result in occupational
exhaustion.
Kant, Jansen, Van-Amelsvoort, Mohren and Swaen (2004) illustrated job burnout in a
longitudinal study among 12,000 Dutch employees. They estimated that the average duration
of severe job burnout was about 2.5 years. Odelia (n. d), in a study on job burnout of librarians
on academic libraries in Israel, revealed that librarians has a low level of burnout in Israel.
Maslach burnout inventory questionnaire administered on the level of job burnout among
librarians revealed that few young librarians were frustrated and lacked self-fulfilment.
Embriaco, Papzian, Kentist-Bames, Pochard and Azoulay (2007) in their review of Burnout
syndrome among critical care healthcare workers. The study observed that Burnout syndrome

as measured by the Maslach Burnout inventory was present in about 50% of critical care
physicians and in one third of critical care nurses with severity of burnout being related to the
number of working hours of the critical care staff. The higher the working hours the more
severe the burnout syndrome experienced.
Notably, Casey (2012) who presented a study on the level of occupation strain among schools,
police, and libraries, ranked librarians as the most in the overall level of stress examined.
Topper (2007) explained the major difference between fire-fighters and librarians in dealing
with job stress. According to him, firefighters are trained to deal with the stresses their job
entails whereas librarians are less likely to have support systems to prevent stress in the
workplace. In another study on levels of occupational stress among fire-fighters, police
officers, train operators, teachers, and librarians, the prevailing presupposition is that librarians
would experience the least amount of stress (British Psychological Society, 2006) revealed
contrary result. Even though there were various categories used to analyse occupational strain,
librarians were reported as the highest in perceived level of stress overall (Saddiq & Burke,
2006).
Popoola and Olalude (2013) observed that, in Nigeria, job burnout is known for various
challenges in organizations, ranging from absenteeism to poorly-designed job and turnover. It
is also associated with low work morale, reduced job performance, ungratefulness, and lack of
observable progress with clients and difficult clients and too many emotional demands from
co-workers. In a study of job burnout among federal university libraries in Nigeria, Popoola
and Olalude (2013), found out that librarians experienced high level of job burnout. The
librarians reported low morale, negative disposition, absenteeism and that their expectations
were not being met by the library management. The study concluded that the issue of job
burnout poses a serious problem that can hamper the attainment of university libraries’ mission
and objectives.
Work Engagement of Workers in Organisations
Work engagement is one of the most important positive organisational psychology constructs
that have received attention from researchers over the years. The term, work engagement, is
known with employees who associate themselves with success and usually feel desired to
achieve best result for their organisations. Shuck and Wollard (2010) provide a synthesized
definition of engagement as an individual employee’s cognitive, emotional, and behavioural

state directed towards desired organizational outcomes. Work engagement exposes employees
to the needed functioning abilities to serve their organisations with clear job descriptions and
a desired organisational outcome while being engaged on the job. Engaged employees are
always energetic, positive and usually happy doing the job effectively (Leiter & Bakker, 2010).
Engaged employees are attributed with good interpersonal relationship with their managers,
colleagues and users. They mentor younger colleagues for efficiency and organisational
growth. Halbesleben and Wheeler, (2008) admitted that employees are always happy to assist
their colleagues because of the enthusiasm and willingness they have for the organisation.
According to Bakker and Demerouti (2009), studies have described engaged workers as having
good relationship with their colleagues and reduced family-conflicts. Inquiry based studies
explained that employees with the attribute of work engagement are more fulfilled on the job,
have good family life and portray positive lifestyle (Schaufeli & Salanova, 2007). This shows
that engaged employees are more committed, avoid being absent from work and have reduced
intention to quit the organisation. Werhane and Royal (2009), in a survey of work engagement
among groups in an organisation, revealed organisations with engaged employees are on the
highest quartile with the income of 2.5% improvement. The study showed that engaged
employees are known with high level of performance and profitability. It also indicated
continuity in the organisation to actualise their mission, goals and objectives.
Human resources managers and heads of various organisations also consider work engagement
as a variable that determines organisational effectiveness. A review of literature by Lewis,
Donaldson-Feilder and Tharani (2011) noted that human resources professionals and
management consultancies on the construct of work engagement firmly stressed employees’
performance whereas academic definition emphasizes engagement with roles and chores.
Studies in Nigeria shows that productivity solely depends on engaged employees and good
governance (Nkogbu & Offia, 2015) and without good governance, organisations cannot attain
or experience improved productivity. Good governance and leadership style in the organisation
helps employees to achieve organisational goals. This is also one of the factors that influence
employees and managerial attitude towards engagement. To this end, heads of departments in
organisations need to create a conducive atmosphere that connects employees to organisations.
The relationship will further improve employees’ commitment for more engagement on the
job. This will also make organisations aware of employees’ welfare and provisions of adequate
resources to actualised organisations performance. Nwinyokpugi (2015), in a study in Nigeria,

reported that work engagement is an essential phenomenon of employees’ retention as well as
eliminating employees’ replacement costs.
On the other hand, the study of Towers (2013) on the level of work engagement in volatile
global environment, sampled over 32,000 workers, and revealed that about 35% show low level
of engagement. The findings established that the low level of work engagement among workers
was as a result of decline in economic development and job burnout. Bates (2004) in a study
of American workers, revealed that over 50% of the workforce did not show high level of
engagement, the study indicated that the workers feel detached from their job and about 25 %
showed some level of dedication. Also, Gallup (2013) in a survey, established that engaged
workers worldwide reduce every year and less than 50% showed some level of engagement
worldwide. The study further revealed that the United State lost about $300 billion annually as
a result of low level of engagement. This finding supported Nguwi (2011) in a study among
Zimbabwean which reported that most Zimbabwean employees had low level of engagement.
This is due to organisational instability and lack of managerial ability as well as a result of
unavailability of resources. Oshilim and Akpesiri (2015) also explained that Nigerian
government underperformed and this led to decrease in engaged employees in the country. This
is as a result of corruption, lack of policy implementation and introduction of advanced
knowledge and technology.
Work Engagement and Job Burnout
Work engagement and job burnout are two organisational constructs related to employees’
psychological and physiological well-being. They have precipitated some debates among
organisations on provision of enabling work environment for employees. Researchers have also
examined job burnout and work engagement as occupational-related constructs that focus on
employees’ attitude (Halbesleben & Buckley, 2004). The model of work engagement,
advanced by Maslach and Leiter (1997), expanded on their explanation of job burnout, and
suggests that work engagement contradicts the variables of job burnout. The study assumed
job burnout as the opposite of work engagement. The model also agreed that work engagement
consists of three components that are opposite to job burnout construct as indicated by Maslach
et al. (2001) namely: energy (exhaustion), involvement (cynicism) and efficacy (reduced
professional efficacy). These show the two variables are not positively related to each other but
have some level of oppositions.

The comparison shows the two variables are related but opposite to each other and as suggested,
job burnout and work engagement are two dimensions that happen in today’s organisations.
However, in a situation where there are inadequate resources, employees becomes burnout and,
when eventually they have enough resources, they become engaged. To further expatiate on
the activities of job burnout and work engagement, studies have shown job burnout as opposite
of work engagement and other positive job-related outcomes (Demerouti, Bakker, & Mostert,
2010). In a similar approach, Seppälä, Mauno, Feldt, Hakanen, Kinnunen, Schaufeli and
Tolvanen (2009) explained that work engagement negates the psychological and physiological
dimensions of job burnout.
Maslach and Leiter (1997) also admitted that work engagement and its dimensions oppose the
job burnout activities of emotional exhaustion, cynicism, and inefficacy. The authors measured
work engagement, using the Maslach Burnout Inventory, and the result indicated low results
with work engagement. In another study by Schaufeli and Bakker (2004), when job burnout
and work engagement were measured by separate instruments, the constructs resulted into two
separate negative relationships, rather than a single general well-being dimension. On the other
hand, Crawford, Lepine and Rich (2010) in meta-analytic evidence, established that the
construct of job burnout and work engagement are not opposite. These evidence critiqued the
model of Maslach and Leiter (1997) which advocated that job burnout and work engagement
should be measured as independent construct (Schaufeli & Bakker, 2004). However, the two
constructs are not opposite of each other but are separate and independent constructs that need
to be measured to achieve their separate results. According to Schaufeli and Salanova (2007),
“job burnout and work engagement are not two opposite dimensions but they emanate some
related functions independently of each other and are negatively related but they also share
invariably between one-quarter to one-third of their variation.” (p. 84).
To further explain the two concepts, Maslach and Leiter (1997) inculcated work engagement
and job burnout into the Work Life Model. The model, which is based on the PersonEnvironment Fit Model, postulates six areas of work life that can affect appropriation among
individuals and their jobs, which are workload, fairness and job control, a sense of community
rewards, recognition, and values. Congruities between the six areas of work life are aimed to
predict work engagement whereas, contrary can lead to burnout (Maslach & Leiter, 2008). The
findings suggest that the six areas of work life are important support for categorising and
linking the component of job burnout and work engagement.

Efficacy, an aspect of work engagement, demonstrates a different dimension of influence
between other work-related variables and perceived changes in parallel to exhaustion and
cynicism (Lee & Ashforth, 1996). According to Bakker, Schaufeli, and Van Dierendonck
(2000), 4% Dutch working population suffer from severe burnout and about 16 to 22% is at
increased risk of developing burnout and psychological treatment is necessary. This shows that
studies have provided mixed support for Maslach and Leiter validating burnout.
Evidence from various segments of research have suggested and identified work engagement
as significantly influenced job burnout. The study further explained that emotional exhaustion
and vigour are two different constructs and invariably, exhibit some level of association
(Demerouti, Mostert & Bakker, 2010). The study emphasised that employees must be either
burnout or engaged and; also, job burnout negatively affects organisational productivity while
work engagement is geared towards performance of both the organisation and engaged
employees. According to O'Brien, Alexander, Jetten, Humphrey, O'Sullivan and Postmes
(2004), cynicism is one of the constructs of measuring burnout. Cynicism emphasises
discouragement for growing organisations and is likely to disengage employees from their jobs.
Kelly (1991) also gave four reasons employees keep being cynical; they include, lack of ability
to participate in development-related matters, lack of trust management, and lack of support
from their colleagues and the organisation.
Job Demands-Resources Model by Demerouti, Bakker, Nachreiner and Schaufeli (2001)
The Job Demands-Resources Model of Demerouti, Bakker, Nachreiner and Schaufi (2001) was
used to explain the variables of job burnout and work engagement in this study. The model
describes job demands as the negative and demotivation dimension of job outcomes which may
lead to job burnout while job resources emphasise on the positive and the motivational aspects
of work conditions and their effects on employees’ work engagement, well-being and job
performance.
The job demands aspect of the job demands-resources model was defined by Bakker et al.,
(2004) as the physiological, cognitive, psychological, and social aspect of the job which are
usually associated with negative occurrences such as work pressure, workload and role conflict.
The model assumes that employees may become exhausted, have feelings of cynicism and
reduced personal accomplishment (job burnout) on the job as a result of organisations
demanding beyond employees’ job descriptions and areas of specialisations. According to

Schaufeli and Bakker (2004), job burnout intervenes between job demands, well-being
challenges and other negative organisational outcomes such as intention to quit, depression,
sick leave, family conflict and turnover intension. After the 1990s a new line of thought
emerged with the influence of positive psychology (Seligman & Csikszentmihalyi, 2000),
which shows that apart from the negative outcomes, associated with work conditions, these are
positive effects of job outcomes.
The job resources aspect of the job demands-resources model is described as the physiological
and psychological aspects of the job that provide employees with adequate resources, reduces
job demands, promotes organisational productivity and employees’ development (Bakker et al.
2004). Job resources are assumed to achieve positive job-related outcomes such as: reduced
job demands to stimulate job control, social support, organisational performance and
productivity as well as learning and development. The job resources dimension provides
adequate resources that energise (vigour) employees to be persistent (dedication) and focused
(absorption) on the job. It also suggests that vigour, dedication and absorption of work
engagement foretell positive organisational job outcomes such as job performance,
productivity and commitment (Rich, LePine & Crawford, 2010).
This model is relevant to the variables of job burnout and work engagement. It describes the
three indicators of job burnout on one hand and work engagement on the other hand. They are
exhaustion, cynicism and inefficacy for job burnout and vigour, dedication, and absorption for
work engagement. The model highlights issues of unpleasant occurrences in the organisation
such as work pressure, work overload, task interruption and family-conflict. On the other hand,
the model also proffers solution to causes of job burnout in the organisation through the
provisions of adequate resources to reenergise employees for engagement. According to van
den Broeck, Vansteenkiste, de Witte and Lens (2008), the strength of job demand-resources
model has eliminated the limitation of the prevalent models and merged their strengths for job
advancement and organisational growth.

The Strain Process
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Family Conflict

Job burnout

Health and Negative
Outcomes
Depression, increase sick
leave and absenteeism
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Job Resources
Job Control and Social
Support

Work
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Well-being and Positive
Work Outcome
Organization
Commitment,
Performance and
Productivity

Figure: 2.1. Job Demand-Resources Model Adapted from Schaufeli & Bakker, (2004).
Methodology
This study employed survey research design. The population for this study consisted of all 624
librarians from all the 38 public universities (Federal and State) in Southern Nigeria, according
to the Nigeria University Commission. Total enumeration was adopted for this study because
the population size is manageable and enabled the researcher to collect data from all elements
in the population, and this was done to ensure full participation of all the librarians in university
libraries in Southern Nigeria. Description statistics were used to analyse the research questions
and statistical package for social science (SPSS), 22.0 version was used to analyse the
hypothesis.
Testing of Research Hypothesis
The following research hypothesis was tested at α = 0.05 level of significance
Work engagement does not significantly influence job burnout of librarians in
university libraries in Nigeria.

Table: Influence of work engagement on job burnout of librarians in university libraries
in Nigeria

Model

(Constant)
Work Engagement

Unstandardised

Standardised

Coefficients

Coefficients

B

Std. Error

58.700

4.154

.217

.052

T

Sig.

14.131

.000

4.191

.000

Beta

.184

R = .184a
𝐑𝟐 = .034,
𝐀𝐝𝐣𝐮𝐬𝐭𝐞𝐝 𝐑𝟐 = .32,
F= 17.566,
P = 0.000
a. Dependent Variable: Job Burnout

Table reveals that work engagement (β = .184, p < .05) significantly influenced job burnout of
librarians in university libraries in Nigeria. Accordingly, the null hypothesis was rejected.
However, 34% of the variation in the dependent variable (Job Burnout) was accounted for by
the independent variables (Work engagement) (t(498) = 4.191, R-squared = .034, p < .05). This
means that the p-value associated with the T-statistics was less than the 0.05 level of
significance. This is an indication that the independent variable was a good predictor of job
burnout of librarians in university libraries in Nigeria. By implication, engaged librarians are
emotionally balanced to exercise their physical abilities without any rigour or interruptions in
their assigned routines in the library

Discussion of Findings
There was a generally low level of job burnout of librarians in university libraries in Nigeria.
This finding is supported by Odelia (nd) in a study on job burnout of librarians in academic
libraries in Israel which revealed that there was a low level of job burnout among librarians in
Israel. However, this is in sharp contrast with the findings of Popoola and Olalude (2013) in a
study of job burnout among federal university libraries in Nigeria. According to their findings,
librarians experienced high level of job burnout as a result of low morale, negative disposition,
absenteeism and expectations not met by the library management. The study concluded that
job burnout posed a serious problem that could hamper university libraries’ mission and
objectives.
This study revealed a very high level of work engagement among librarians in university
libraries in Nigeria. The findings show that the librarians in university libraries in Nigeria were
committed, enthusiastic, passionate, avoid being absent from work and exhibited reduced
turnover intension to quit the organisation. This finding disagreed with the Towers (2013) on
the level of work engagement in volatile global environment, sampled over 32,000 workers,
and the findings revealed that about 35% show low level of work engagement. The findings
established that the low level of work engagement among workers was as a result of decline in
economic development and job burnout.
The hypothesis indicated that work engagement (β = .184, p < .05) significantly influenced job
burnout of librarians in university libraries in Nigeria. This finding disagreed with the study of
Ugwu, Onyishi and Tyoyima (2013) among students in Nigeria universities and reported that
academic burnout has negative effect on academic engagement of students. The study showed
that when students have loads of assignment, it leads to stress and could as well further lead to
burnout.
The findings supported Demerouti, Mostert and Bakker (2010) parading evidence from various
segments of research which suggest work engagement has significantly influenced job burnout.
The study further explained that emotional exhaustion and vigour are two different constructs
and, invariably, exhibit some level of association. The study emphasised that employees must
be either burnout or engaged and also, job burnout negatively affect organisational productivity
while work engagement is geared towards improving performance and productivity of both the
organisation and engaged employees.

Conclusion
The study found out that librarians in university libraries in Nigeria demonstrated a very high
level of work engagement. It has provided a perspective that will assist employees of
universities and other higher institutions to know their level of work engagement and
preventive measures against job burnout. However, librarians in university libraries in Nigeria
should be encouraged by the library management to maintain good work engagement practice.
On the other hand, Training towards improving work engagement to prevent job burnout
should be organised by the library management.
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